Abstract. Investing in people and principally in their skills and knowledge is becoming the fundamental prerequisite for gaining sustainable and strategic competitiveness at the market. The article deals with the problematic of business education, which in much foreign literature is predominantly known as workplace learning. This problematic is being studied in the context of three constructsmotivation, education and feedback. The value of this article is that it proposes the model of motivating of employees which is linked-up with educational process. The article is divided into two main parts, the first part deals with the literature review and the second one describes the proposed model.
Introduction
Businesses face a permanent changing environment due to new challenges such as globalization, economic pressures, and the changing nature of work (Šabasevičienė, Grybaitė 2014; Tvaronavičienė 2014; Prause, Hunke 2014) . To be successful, employees must learn to cope with such changes (Wang et al. 2011: 260; Garškaitė-Milvydienė 2014; Litvaj, Poniščiaková 2014; Dzemyda, Raudeliūnienė 2014) . Many authors highlight the importance of employees' knowledge and skills in the effort of managers to make the business competitive not only at local marketplace (Lengnick et al. 2003; Carneiro 2000; Figurska 2014; Išoraitė 2013; Laužikas, Mokšeckienė 2013) . The paradigm of knowledge and its role in competitiveness enhancement is also dealt on national or supranational level (Sum, Jessop 2013) . Moreover, the way the entire business learns can be instrumental in its innovation and profitability (Vaughan 2008; Išoratė et al. 2014 ). If we want to support employees to enhance their ability to react on changes, the business has to create and foster appropriate environment regarding three crucial constructs, i.e. motivation, education and feedback which are closely described in the article.
Motivation
The importance of employee motivation to perform well in tasks is widely recognized (Chong, Roopnarain 2014: 229) . There is an extensive literature on motivation. It has been defined as: the psychological process that gives (Kreitner 1995) ; an internal drive to satisfy an unsatisfied need (Higgins 1994) ; and all those inner-striving conditions described as wishes, desires, drives, etc. (Gibson et al. 1994) . To put it simply, motivation is a force that causes a person to behave in a certain way.
Generally, there are two types of motivation which are important to distinguish, intrinsic and extrinsic. Intrinsic motivation is defined as the doing of an activity for its inherent satisfactions rather than for some separable consequence. When intrinsically motivated a person is moved to act for the fun or challenge entailed rather than because of external prods, pressures, or rewards. On the other hand, extrinsic motivation is a construct that pertains whenever an activity is done in order to attain some separable outcome (Ryan, Deci 2000: 56-60) . When talking about motivation at the workplace, extrinsic motivation becomes intentional but still positive motivating of employees by their managers in order to perform according to set standards or even exceed them. It is necessary to point out that motivating (an intentional intervention into inner motives of an employee) is not stimulating (such an intentional intervention which does not try to start up inner motives, just to make an employee comply with given tasks).
Education and workplace learning
Not only businesses but also our society needs people with high level of knowledge, skills and abilities. Learning and development process is defined as the process of ensuring that the business has the knowledgeable, skilled and engaged employees it needs (Armstrong 2012: 274) . There are several terms which are often interchanged in the meaning -education, training, and learning as can be seen from next definitions:
-Education also known as Training and Development, Human Resource Development, Corporate Training, and Work and Learning -can be defined as the means, processes, and activities in the workplace by which employees learn basic skills, high technology, and management practise that can be immediately applied to their jobs, duties, and roles in the business. Indeed, to compete and keep up with changes, businesses require effective ways to update their workforce's skills and knowledge (Wang et al. 2011: 261 ). -Education is seen as education in school, also called schooling or vocational educational learning. It is more comprehensive and extended. Training, also called workplace learning, is more specific and bounded, is aimed at creating a competence development in specific practise (Cairns and Malloch 2010: 8-9 ). -Learning should be distinguished from training. Learning is the process by which a person constructs new knowledge, skills and capabilities; whereas training is one of several responses a business can undertake to promote learning. Learning is what individuals do; training is what businesses do to individuals (Armstrong 2012: 274 ). -Workplace learning has a broader project and potential to link development of the individual with development of the organisation or business, through an emphasis on sustained development and learning processes as well as learning outcomes (Vaughan 2008). In this article as is understood in many Slovak and Czech literatures, the business education is referred as a systematic process organized by the business aiming at acquiring new and developing current level of knowledge, skills and abilities in order to better perform at given tasks. The result of business education is a reduction of gap in job performance between what exists and what is needed. Development means acquiring new knowledge and attitudes which are required in terms of long-term development of individual´s career and business goals. Learning as highest stage of education means mainly experience and practise, it cannot be designed in advance and is rather a matter of individual or personal change. This can be shown in Figure 1 .
Importance of feedback on learning
There are many articles or books which operate with the word feedback. Every day we use it unconsciously without questioning the meaning or the purpose of it. Broadly speaking, feedback is understood as the return of information about the result of a process or an activity, an evaluative response 1 to a person from an agent (teacher, partner, co-worker, supervisor, computer programme, etc.). Feedback has considerable importance in learning (Bosc-Mine 2014; Boero, Novarese 2012; Race 2001) . If the person accepts and considers the received feedback, such information can be used to modify their characteristics and behaviour. Not only does feedback help learners understand the subject being studied, it helps them quickly master new knowledge. Furthermore, it gives then clear guidance on how to improve their learning 2 .
Model of motivating linked-up with education of employees
The basic prerequisite of this article is the fact that there is a strong linkage between motivating and educating of employees. In practise there can be two types of interaction between motivating and education. First, the education itself can be comprehended as the motivational tool when employees perceive opportunity to develop or deepen their skills and knowledge strongly motivationally. Second, to make the most of business education it is necessary to motivate employees, therefore, to elaborate a motivational programme for efficient education and knowledge transfer into practise.
As a result of this prerequisite, the model where motivating and education are interconnected is proposed (Figure 2 ). The mutual interconnection brings a synergic effect which could result in higher commitment of employees. If personal and professional development of employees is supported, easier, faster and above all for longer time period it will result in profounder identification with business goals and willingness to contribute to market success of the business.
Any concept for work with human potential of the business has to stem from the vision, mission, goals and business strategy as well as particular SBU´s goals and strategies. An essential forming part of the concept is the philosophy and culture, which are closely linked with values and principles within the business. These are the premise for strategy and policy of human potential management and development. In general, the strategy of development of employees can be described as the strategy that expresses the capabilities, skills and knowledge which are required and how to develop these in order to achieve strategic market success. Based on this strategy, the business motivational programme can be drafted. Motivational programme (or incentive scheme) is an internal document which obtains a set of goals, criterions, tools, attitudes and procedures designed to encourage commitment of employees.
The first step in the model is an analysis of needs and motives, which based on motivational and performance evaluation interviews or questionnaire survey (or other methods common in the business) is investigating the state of the knowledge, abilities, interests and work attitude and motivational profile of an employee, i.e. what motives to highly perform at work and self-educate he or she has got. To obtain truly complex picture it is necessary to investigate job satisfaction (work environment, interpersonal relationships and communication, remuneration, performance evaluation, etc.). Comprehensive analysis of needs helps document actual deficiencies and problems. A thorough analysis of insufficient gap between required job performance and the real one is a starting point for business education planning.
VISSION, MISSION, GOALS AND BUSINESS

STRATEGY
ANALYSIS OF NEEDS AND MOTIVES
-employee´s motivational profile, -job satisfaction, -job performance.
GOALS OF BUSINESS EDUCATION
-what is desired to achieve, -skills which are needed to be developed or obtained, -general contribution of education.
EDUCATIONAL PROGRAMME
Vy
-methods and forms of business education, -lecturers and participants of business education, -criterions of education evaluation.
MOTIVATION AND MOTIVES
-meaning and contribution of education, -goals of education, -enthusiasm and commitment.
EXECUTION
-Execution of educational activities, -checking of schedules, plans and budgets.
EVALUATION
-opinions and satisfaction regarding educational activity, -increase in knowledge and skills, -change in work behaviour, -results of education,. The second step is setting the goals of business education where it is necessary to identify and specify requirements regarding education, i. e. what is desired to achieve, which skills and knowledge are asked to be deepen or obtained. It is important to emphasis the general contribution of education in long-term point of view to all employees. Valuable source of information for this step is a scrutiny of previous educational programmes.
Managers´attitude toward employees
Strategy of motivating to learn
In decision making it is important to take into account business resources and limitations (human, financial, physical, intangible, time) , the situation at market (the education should reflect the latest or coming changes) as well as competitors´ steps.
The subsequent step is elaboration of an educational programme which comprises decision making about methods, forms, schedules, lecturers and participants of educational activities. The key role of the programme is to define basic criterions against which effectiveness and outcomes of particular educational activities will be evaluated. The selection of educational institution carrying out the educational programme can be done on the basis of looking for references on educational institutions and what added value they can provide.
Motivation and motives step represents the crucial one regarding motivational-educational effort of every business since it creates the opportunity to emphasis the strategic meaning and contribution of the education and explicitly refer to job position (how education will influence their performance). The better the employees are informed about goals of education, the more they are involved and willing to transfer new knowledge into practise. Within this step, managers´ attitude is crucial as well as their motivation to motivate subordinates. Based on motivation strategy and knowledge of employees´ motivational profile, the proper motivational tools in the realm of communication (acknowledgement, praise and empathy), leading (asking for opinions, discussing, providing immediate feedback and empowerment) and employee evaluation (openness, emphasising of strengths) can be used in everyday practise.
The fifth step represents the execution of education itself. Among many available methods used in educational process, business should deploy on-the-job methods such as coaching and mentoring. In order to strengthen the experience, it is necessary to continuously positively engage employees into activities even after ending education, e.g. planning or modifying forms of next educational activities. Furthermore, participants should be allowed to meet and discuss what they have taught in form of discussions, chats, communities of practise, knowledge cafes 3 (Leask 2008 ).
The last step, evaluation as a systematic appraisal of the quality of teaching and learning in order to improve future education, provides feedback on the effectiveness of educational programme. Unfortunately, many companies are reluctant to measure or evaluate the effectiveness of education for various reasons (difficulties to set proper measures, lack of knowledge how to evaluate, etc.). Nevertheless, evaluating the process and seeing the real results of education in form of examples from practise can provide the proof of rightfulness of education (employees can experience so-called "click" effect of the purpose) 4 . Evaluation needs to cover four realms: reactions (mainly feelings, ideas, satisfaction with the content, methods, lecturers, etc.), learning (the amount of new knowledge and skills learnt), change in behaviour (which learnt knowledge was transferred into practise) and results (the impact of education on corporate performance measured on the base of key performance indicatiors). Generally, evaluation embodies a feedback on learning which squares the quality of future learning process of the employees.
Finally, the very last part of the model is process feedback which retrospectively tracks possible resources of mistakes or errors which could occurred somewhere along the whole process starting with evaluation step and ending with the definition of vision, mission, goals and business strategy. It checks whether the error was caused during execution of education, whether participants were motivated properly, whether correct educational goals were specified or whether defined needs of education and development were accurate.
Conclusions
So the world of work is becoming more complex and uncertain as old categories and rapid change make it harder to predict occupational futures and very specific skills needs. Everyone needs the capacity to adapt, change and innovate. Workplace learning becomes a tool through which businesses may gain competitive advantage (recruitment and retention of workers, development of innovative practices, and the production of new knowledge) (Vaughan 2008).
According to new statistics released by the CIPD the businesses are waking up to the changes in the world of work by aligning learning and developing initiatives to business strategy. Reflecting the increasing emphasis on evaluating business education, the survey revealed that the number of businesses measuring return on investment from development practices has increased from 26% to 48% (CIPD 2014).
Undoubtedly, there is a positive strong relationship between business education and the performance of the business. Therefore futher research in area of education should focus on ascertaining factors which constitute successful learning and knowledge transfer into practise in terms of linking results of education with performance of the business.
